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“If I could have one thing that I could 
change … our external and internal audit 
partners, if they asked the people they deal 
with, like our CFO and general council, if 
they said right we have done the financials 
now we just need to look at your [human 
rights], if they just asked that, that’s all we 
need.” 
 
 
 
 
© La Trobe University. First published July 2014.   
This research has been assisted by the Institute of Chartered Accountants in Australia 
through its Academic Research Grant Scheme.  
2 | P a g e  
1. INTRODUCTION 
 
The “Guiding Principles on 
Business and Human Rights: 
Implementing the United Nations 
‘Protect, Respect and Remedy 
Framework’” (the Guiding 
Principles), endorsed by The 
United Nations Human Rights 
Council on 16 June 2011, outline 
obligations for nation states that 
currently exist under 
international law and provide the 
first authoritative reference point 
for corporations’ human rights 
responsibilities.  
Of the 30 principles endorsed, half relate directly to business. The Guiding Principles have 
far-reaching implications for all businesses, both small and large, and represent one of 
the most significant developments in corporate governance this century.  
In response to a recognition of the potential impacts of the Guiding Principles on 
corporate governance, the Institute of Chartered Accountants in Australia provided La 
Trobe Business School with grant funding to undertake groundbreaking research on the 
implications of the Guiding Principles for management and accounting systems within 
corporate Australia.  This report represents the outcome of the study. 
 
  
“increased numbers of 
businesses [are] willing to talk 
seriously about their human 
rights responsibilities, perhaps 
recognizing that human rights 
is the most legitimate and 
universal framework for 
determining the social 
dimensions of business 
responsibility and issues of 
corporate governance.”   
BUSINESS LEADERS INITIATIVE ON 
HUMAN RIGHTS  
Report 2, Page 11, Dec, 2004. 
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1.1 IMPLICATIONS 
 
The Guiding Principles present a range of implications across almost all aspects of a 
business’s operations, including: 
Risk implications: 
 Reputational Risk 
 Enterprise Risk Management 
 Sovereign Risk 
Continuity implications: 
 Supply chain reliability – e.g. suppliers’ compliance to the Guiding Principles 
becomes paramount 
 Operational Issues, such as labour rights etc. evidence is showing that people 
also want to work in companies with strong human rights practices 
 Engaging Auditors (audit firms are now beginning to incorporate human rights 
risk into client engagement assessments) 
 Stabalization Clauses used to manage political risks associated with foreign 
investment projects 
 Government Contracts 
Strategic implications: 
 Access to government funds for promoting the international activities of 
domestic companies, for example via Export Credit Agencies 
 Foreign Direct Investment – firms with strong Human Rights credentials can use 
these to attract FDI 
 Access to debt – Banks are increasingly screening for human rights criteria 
 Access to equity – Capital markets and investors are increasingly asking 
questions about human rights, this is specifically true of the institutional 
investors 
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 Organizational mission and strategy – specific reference to the Guiding 
Principles can be a way of initiating positive change within an organisation 
Taken as a whole, the Guiding Principles have major implications for the development of 
new internal governance procedures, new measurement and reporting standards, 
management and accounting systems and internal audit procedures. 
1.2 THE EVOLVING REGULATORY 
ENVIRONMENT   
In order to fully understand the implications of the Guiding Principles on Australian 
corporations, it is important to first understand the regulatory environment that 
Australian corporations operate within, as well as the international trends that have led to 
development of the Guiding Principles.  
1.2.1 THE NATIONAL REGULATORY 
ENVIRONMENT 
Recognition of the positive and negative impacts that business in general and individual 
corporations can have on human rights is increasingly reflected in the regulatory 
environments within which Australian corporations operate. 
 In 2005 the Australian Government publicly committed to strengthening human 
rights within Australia (Commonwealth of Australia, 2005) and promoting 
human rights internationally (Commonwealth of Australia, 2005).   
 In June 2008, the Australian Federal Parliament called on the Government to 
encourage Australian companies to respect the rights of individuals of the 
society in which they operate and to accelerate rights-compliant grievance 
mechanisms, for the Australian and overseas operations (Kemp & Gotzmann, 
2008; Oxfam Australia, 2008).  
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 The Australian Human Rights Commission has adopted standards developed by 
UN bodies and GRI to encourage Australian corporations to disclose their 
responsibility with respect to the human rights of those people impacted by 
their operations (http://www.hreoc.gov.au).   
 
The trend towards greater recognition of business impacts on human rights culminated 
most significantly in the Australian government co-sponsoring the ratification of the 
United Nations Guiding Principles in 2011. 
Further, changes proposed to the ASX Corporate Governance guidelines require 
companies to disclose how economic, environmental and social sustainability risks are 
being identified and managed. Principle 3 “Promote ethical and responsible decision-
making” describes a listed entity’s obligation to respect human rights, including: “refrain 
from acquiring supplies from organisations engaged in socially harmful activities”. (ASX 
Corporate Governance Council, Corporate Governance Principles and Recommendations, 
3rd Edition 2013, p.18). 
1.2.2 THE INTERNATIONAL REGULATORY 
ENVIRONMENT 
Coinciding with Australia’s trend towards greater recognition of business impacts on 
human rights has been a similar trend in other countries as well as international 
regulatory bodies. 
 Human rights requirements in the GRI. 
 The Endorsement of the United Nations Guiding Principles on Business & Human 
Rights. 
 Adoption of the Guiding Principles by the Organization for Economic Co-
operation and Development (OECD) 
 Adoption of the Guiding Principles by the by the World Bank. 
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 Development within the United Kingdom of a national business and human 
rights strategy at the beginning of 2013, based on the Guiding Principles. 
 The Dodd Frank Act in the United States that contains human rights disclosure 
requirements for companies operating in conflict zones. 
 The Norwegian Governments’ policies for state-owned companies and the 
Government’s Pension Fund are now based on the responsibilities in the 
Guiding Principles. 
 Legislation on human rights disclosure requirements for large companies is 
currently under development within the European Commission. 
1.2.3 THE EVOLVING CORPORATE 
ENVIRONMENT 
As the regulatory environment within which organisations operate is increasingly 
recognizing the importance of human rights, so this trend is being mirrored within the 
corporate environment itself, with business leaders beginning to step up to the challenge 
that the Guiding principles represent to business performance.  However, the evidence 
suggests that Australian corporations may be lagging behind. 
There is a need for business leaders to confront and address the issues that threaten not 
only the reputation and financial performance of corporations, but also the lives of some 
of the most vulnerable people in society.    
To date, evidence of corporate engagement on human rights issues within the Australian 
business community shows a mixed picture. 
A study of the reporting patterns of Fortune global 500 companies indicates a significant 
increase in the number of companies reporting on human rights over the period during 
which the Guiding Principles were being developed (McPhail 2011).   
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There is evidence that some companies are taking the lead on disclosing their human 
rights practices.  A good example is a comment from Novartis demonstrating their 
commitment to playing a role in the realization of rights.  Novatis comments in its 2008 
GRI report: 
Respect for human rights is an essential ingredient of good management. As 
a responsible corporate citizen, we aim to exert an enlightened presence 
wherever we operate. We do everything in our power to ensure that we are 
not complicit in any violations of human rights - whether these are civil, 
political, economic, social or cultural in nature. [author’s emphasis] 
Novartis GRI Report 2008, Page 53. 
There is also some evidence that such a commitment is beginning to find its way into 
operating procedures and management systems. BHP for example highlights that human 
rights due diligence has an impact on organizational performance evaluation via the 
company’s balanced scorecard: 
In an effort to increase the focus on human rights due diligence in FY2011, 
completion of the assessments was included as a key performance indicator 
for the Group Management Committee. This indicator forms part of a 
balanced scorecard used to determine performance incentive payments to 
management and employees. Within our 35 assets, operations and projects, 
94 per cent completed their assessments in FY2011. Many businesses, 
including our Iron Ore operation in Western Australia, reported that the 
exercise helped employees and other key stakeholders to understand that 
human rights aspects are not separate, but integrated into much of what we 
do. Themes familiar to employees, such as workplace health and safety, 
conditions of work, discrimination, housing and accommodation and 
security, assisted in making the human rights concepts more accessible. 
(BHP Sustainability Report 2011, Page 21.) 
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Johnson and Johnson (2012) comment that their process of human rights due diligence is 
part of the company’s internal audit procedures and is recognized as being amongst the 
responsibilities of the Board of Directors: 
This process is managed through the Office of the Secretary and Corporate 
Internal Audit, with the results of the annual certification presented to the 
Audit Committee of the external Board of Directors. 
(Johnson & Johnson Human Rights Compliance & Auditing webpage 2012.)  
There is also some evidence of human rights due diligence beginning to operate as an 
external accountability mechanism. BHP for example, state in their 2011 Sustainability 
Report that: 
“Our human rights due diligence process requires our operations to 
identify and document key potential human rights risks by completing a 
human rights impact assessment (HRIA). HRIAs must be verified through 
an engagement process with stakeholders, validated by a qualified 
specialist every three years and internally. [authors emphasis] 
Encouragingly, the language of human rights is entering the language of corporate 
governance and there is some evidence that it is beginning to have an impact on 
accounting and management systems. 
While there is some evidence of human rights issues emerging into corporate practice 
and being discussed within corporate annual reports, evidence from Australia is mixed. A 
2011 study of the ASX top 100 by ACCA and NetBalance concludes that (2011: 6), of 47 
ASX 100 companies identified as ‘exposed’ to human rights risks through their areas of 
operations, 90% appear to have management systems that are insufficient to mitigate 
exposure to human rights risks. Only 15% disclose evidence of human rights policy 
commitment and only 6% are judged to have adequate reporting on human rights 
management and outcomes.” These figures are concerning given the relevance of the 
business and human rights principles for so many different aspects of the organisation. 
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2. PROJECT BACKGROUND: PURPOSE & 
PARTICIPANTS 
The project seeks to get behind the public disclosures on human rights and talk to senior 
and executive management within Australian organizations about the challenges of 
incorporating human rights within organizational practice and the ways in which 
organizations are beginning to address those challenges. 
At one level the Guiding Principles do nothing more than clarify expectations that already 
exist within international law. In doing so they help to provide corporations with a clear, 
and  universal framework for establishing corporations’ social obligations and the risks of 
not meeting them.  Importantly these expectations are expressed primarily in the 
negative, as a responsibility to not violate rights. The Guiding Principles therefore provide 
a clear framework for establishing acceptable practice for the company, and the 
minimum standard that it is expected to incorporate into its contracting with suppliers 
and so on.  
Despite the significance of the Guiding Principles there is very little research on how the 
Guiding Principles are beginning to be translated into business contexts, and their 
implications for accounting and management systems.  We currently know very little 
about perceptions of the Guiding Principles, including whether and how the Guiding 
Principles are impacting or could impact on management and accounting systems and 
the current barriers to implementation. This research is an attempt to begin to close this 
gap. 
Participants from business and government organisations were brought together under 
Chatham House Rules for a half-day focus group.  The event had three objectives:  
1. Enable participants to learn from other organizations’ and functions’ 
experiences with the Guiding Principles;   
2. Explore the impact of the Guiding Principles as experienced by participating 
organizations and identify potential barriers to their implementation of the 
Guiding Principles;  and  
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3. Inform future research, accounting practice development and professional 
education. 
The forum was split into four discrete sections: 
1. Organizational perceptions of the corporate responsibility to respect human 
rights  
 This section explored how different organizations and functions view 
the corporate responsibility to respect human rights and its relevance 
to the way they do business.   
2. How respect for human rights is being embedding through due diligence  
 This part of the discussion sought to understand organisations’ 
progress in implementing human rights due diligence processes as 
well as barriers to implementation. Where examples of established 
processes were identified, their relationship to management and 
accounting systems were explored.  
3. Organisations’ progress in establishing non-judicial forms of access to 
remedy 
 Formal and informational practices were discussed such as 
independent grievance mechanisms  
4. Identification of the key tools and resources required to facilitate the 
implementation of the Guiding Principles. 
 Key strategies for the development of such tools were discussed. 
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2.1 PARTICIPANTS 
The group consisted of representatives from the public sector and the professional 
accounting standards community, as well as five large Multi-National Companies (MNCs) 
who are also members of the Global Compact Network Australia1 . Functions represented 
at the focus group included:  
 Ethical procurement 
 Human rights advisory 
 Communities advisory  
 Local government policy and strategy 
 Corporate sustainability  
 Corporate social responsibility 
 Chief risk office  
 Governance, integration and reporting 
 Corporate risk analysis 
 Procurement  
A majority of participants were aware of the Guiding Principles and the implications for 
their business, although practitioners were at different levels of engagement with the 
issues.  
In addition to the focus group, interviews were conducted with five members of a large 
professional services firm.  The interviewees had a background in risk, government 
services and corporate social responsibility. The professional service interviewees 
provided a broader perspective on corporate engagement and the extent to which the 
Guiding Principles had entered both the firms own operational systems and services 
offered to clients.  
                                                                
1
 The primary aim of the UN Global Compact Network Australia (UNGCNA) is to offer practical help to Australian 
UN Global Compact signatories to integrate and operationalise the Ten Principles of the UN Global Compact within 
their business practices and strategy and to support broader UN goals. This is achieved through providing a 
national and international platform for dialogue, learning and influence that is inclusive, practical and leading edge. 
(http://www.unglobalcompact.org.au/about-us/global-compact-network-australia/) 
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The remainder of this section outlines the Guiding Principles, their requirements and how 
they represent a shift in CSR framework.  The following sections outline some of the 
themes to emerge from the discussions. 
3. THE GUIDING PRINCIPLES OUTLINED 
The UN appointed Professor John Ruggie of Harvard as a Special Representative of the 
UN Secretary-General on Business & Human Rights to ‘identify and clarify standards of 
corporate responsibility and accountability for transnational corporations and other 
business enterprises with regard to human rights.’ 
The Guiding Principles that resulted from this exercise are based on a policy framework 
of three core principles: 
1. The States duty to protect against human rights abuses by third parties, 
including business;  
2. Business’ responsibility to respect human rights; and finally,  
3. The need for more effective access to remedies for victims of human rights 
abuses.  
(UN Commission on Human Rights, 2005) 
3.1 HOW THE GUIDING PRINCIPLES SHIFT 
CORPORATE RESPONSIBILITY 
The Guiding Principles represent an attempt to shift the discourse of CSR in four 
respects:   
 First, they represent a shift away from the voluntarism of established CSR 
narrative. By focusing on existing obligations for nation states contained in 
international law, the Guiding Principles challenge the tendency within CSR 
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narrative for corporations to self-define what they will be responsible for (ITUC 
2012)2 .   
 Second, the Guiding Principles stress corporate responsibility to respect human 
rights over and above any obligations to promote rights.  In doing so the 
Guiding Principles refocus responsibility on the negative consequences of 
corporate behaviour and how it is to be avoided, as opposed to the tendency to 
focus on the responsibility for positive contributions towards sustainable 
development. The implication of this requirement is to stress the need to do no 
harm, as opposed to participating in charitable attempts to promote human 
rights (ITUC 2012).  
 Third, the Guiding Principles change the scope of responsibility from the 
corporation’s “sphere of influence” to the impacts of the activities of the 
corporation (ITUC 2012).  This element of the Guiding Principles seeks to shift 
the focus away from the company towards the rights holder (ITUC 2012).   
 Finally, the Guiding Principles introduce a requirement for corporations and 
industries to implement non-state based grievance mechanisms. 
3.2 THE OPERATIONAL REQUIREMENTS OF THE 
GUIDING PRINCIPLES & IMPLICATIONS FOR 
INTERNAL ACCOUNTING & MANAGEMENT 
SYSTEMS 
In addition to the three core principles outlined above, the Guiding Principles contain 
three specific ways in which respect for human rights should be operationalized within 
corporations: 
1. Through a policy commitment to human rights. 
                                                                2 This shift is reflected in the European Commission’s new definition of CSR released in October 5 
2011. The EC defines CSR as “the responsibility of enterprises for their impacts on society”. This 
replaced a definition that limited CSR to voluntary activities (ITUC 2012). 
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2. Via a human rights due diligence framework. 
3. The implementation of remediation processes.   
The Guiding Principles are clear that the requirements it contains will have a significant 
impact on accounting and management systems.   
3.2.1 NEW QUALITATIVE & QUANTITATIVE 
INDICATORS 
Systems of accounting will play a key part in generating information for management 
decisions and auditable processes.  Guiding Principle 20, for example, comments on how 
corporations’ responsibility to respect human rights needs to be “based on appropriate 
qualitative and quantitative indicators.”   
3.2.2 INTEGRATION WITH EXISTING 
REPORTING PROCESSES 
The Guiding Principles expect that this new quantitative and qualitative information will 
be integrated into existing reporting systems.  Backer (2011) for example comments, 
“There is an expectation that data will be harvested from all phases of the 
human rights due diligence process and all contacts with affected 
stakeholders. The Commentary urges integration into relevant reporting 
processes with a cross-reference to the corporation’s remediation 
obligations.” (Authors emphasis) 
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3.2.3 GOVERNANCE & ACCOUNTABILITY 
The Guiding Principles highlight the need for corporations to give account of their human 
rights impacts.  Guiding Principle 15 highlights the requirement for: 
“a human rights due-diligence process to identify, prevent, mitigate and 
account for how they address their impacts on human rights.”  
Guiding Principle 15(b). 
3.2.4 TRANSPARENCY & DISCLOSURE 
The Guiding Principles connect human rights due diligence to disclosure and 
transparency.  Specifically, the obligations of human rights due diligence elaborated in 
Guiding Principle 20 lead to the disclosure and transparency requirements set out in 
Guiding Principle 21. This provision is expressed in terms of external informal and 
episodic communication, when triggered by stakeholder concerns, but it also requires 
formal reporting by business enterprises, “whose operations or operating contexts pose 
risks of severe human rights impacts.”  The object is to provide “a measure of 
transparency and accountability to individuals or groups who may be impacted and to 
other relevant stakeholders, including investors. 
4. ORGANIZATIONAL PERCEPTIONS OF THE 
CORPORATE RESPONSIBILITY TO RESPECT 
HUMAN RIGHTS: LEARNING TO TALK ABOUT 
HUMAN RIGHTS 
The remainder of the report outlines key themes to emerge form the discussion at the 
focus group.  We begin by exploring organizational perceptions of the corporate 
responsibility to respect human rights.   
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Narratives play an important role in organizations (Barry & Elmes (1997). Research tells 
us that storytelling serves an important function in both articulating organizational 
distinctiveness and spreading organizational knowledge (Rhodes & Brown 2005).  
Perceptions of human rights within organizations and the way human rights are 
discussed were closely linked by participants at the forum.   
The organizations at the focus group were at various stages of beginning to talk about 
human rights and there was a sense that human rights was something to be talked about 
as a precursor to being incorporated into systems, practices and processes. The story 
told about rights was perceived to play a part in determining the way rights both was 
and could be incorporated into the organization’s processes.   
The first step in putting rights into practice was to find ways of talking about rights 
within the organization.  
We initially identified bariers that participants experienced when trying to bring human 
rights into organizational discussions, then we identified strategies that participants 
found useful in opening up the discussion. 
4.1 BARRIERS 
Six barriers to opening up conversations within organizations about human rights were 
identified.  These related to human rights being considered to be: 
 Irrelevant 
 Relevant but overwhelming 
 Threatening 
 Frightening 
 Compliance Oriented  
 Single Issue focused 
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4.1.1 HUMAN RIGHTS AS IRRELEVANT 
Sometimes human rights are perceived to be not possibly connected to the operations of 
the company.  
“I don’t think that anyone would really understand what I was saying if I 
used the term. We don’t internally talk about human rights, I don’t think 
that people would understand what I was saying. But they would know it 
in other ways. I’m interested in how we can adapt some of the language.” 
4.1.2 HUMAN RIGHTS – RELEVANT BUT 
OVERWHELMING 
On other occasions the idea of human rights is perceived to be overwhelming.  The sense 
of magnitude is disempowering. As one person put it, “We in my land tend to 
overwhelm.” 
“Organizations are organisms and everyone is motivated by different stuff.  
But if you say we need to save Bangladesh, you paralyze people.” 
4.1.3 HUMAN RIGHTS AS THREAT 
Some participants got the sense that human rights is often viewed as a dirty concept. 
“I think the language can be quite confronting. If I walked into a meeting 
and said I want to talk to you about human rights, instantly defenses go up 
and they say ‘no we haven’t done anything wrong’.” 
 “There is no appetite to talk about anything that has such a dirty tarnish 
to it.” 
“What is really tricky is that we have to invest time and energy into it but 
we are not allowed to talk about it. If only my PR team would give me a 
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license to get up there and talk about what we are doing to avoid human 
rights violations…  I would absolutely not be allowed to talk about that 
publicly.” 
4.1.4 HUMAN RIGHTS AS FEAR 
There is a certain sense of fear over what might be uncovered in some instances that 
results in a reticence to look deeper into the issues.   
“The biggest question that I have is… well what if we find something, 
then what?” 
It was felt however, that the Guiding Principles could be used to give companies’ 
frameworks for how to respond in these situations. 
4.1.5 HUMAN RIGHTS AS COMPLIANCE 
Another perceived barrier was the tendency sometimes to view human rights simply as a 
matter of compliance.  There was a sense that pulling rights into existing compliance 
narratives was to remove some of its challenge. As one person commented, “They see us 
as a compliance function.”  
“It is more functional than that. Rather than compliance to be 
proactive, It’s more about what aspect of it you are looking at and 
which function.” 
More evolved risk functions would view human rights risk as strategic part of developing 
a risk culture, rather than merely compliance. 
4.1.6 HUMAN RIGHTS AS A SINGLE ISSUE 
Finally we identified the concern that often human rights are associated with a single 
specific issue. 
19 | P a g e  
“The problem with an issue based focus… we spend 6 months focusing 
on X then someone says we don’t care about tuna any more let’s focus 
on Y.” 
This perception contrasts with the approach advocated within the Guiding Principles that 
starts by looking at the business’ activities as opposed to issues, and working from there. 
4.2 DRIVERS OF HUMAN RIGHTS AWARENESS 
– AND USING THEM TO ENGAGE WITH 
LEADERSHIP – “GIVING PEOPLE A REASON TO 
CARE.” 
A number of drivers of human rights conversations were identified by participants.  
Participants identified these drivers as issues that generate permission to talk about 
human rights. As one person put it, your communication needs to be about, “giving 
people a reason to care.” We identified six drivers of human rights conversations within 
organizations and two facilitators: 
Drivers 
 Risk  
 Investor interest 
 Government Involvement 
 Current Big Issues 
 Customers 
 Champions & Catalysts 
Facilitators 
 Concept Translation 
 Process Translation 
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The issues identified by participants seemed to be more than just intentional strategies.  
They represent what has proven to be drivers of human rights conversations within 
organizations. 
4.2.1 RISK 
Risk was identified as a key translation mechanism.  This translation mechanism would 
appear to fit with the GP’s focus on due diligence.  
“In terms of accounting and management systems,  you talk about risk 
because you do want to align it with existing systems. A lot of people 
work in risk so you align it with that.” 
It is important to link it in to existing accounting and reporting concepts of risk.  
“From a risk point of view it is seen as a material issue in our annual 
report.   We are getting a lot more questions from investors, even 
suppliers and other business partners.”  
Rights was also related to reputation risk. 
“We have a range of different functions, including X and Y. We then have 
sustainability targets to ensure that they are aware of our supplier code 
of practice.  That then filters up to the corporate responsibility 
committee.   That’s where you draw on existing language. Then we have 
a reputation risk committee. … in the sense that language is related to 
structure.” 
This organization appeared to exhibit a more integrated approach.  
There was some discussion of the opportunity to present the issue of rights as part of 
displaying an awareness of the risk environment and discussing the evolution of 
processes.  The aim here is not necessarily to show that all risks are covered.  Rather it is 
to indicate awareness and display an active evolving engagement.  
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“Is there a distinction between public relations media and reporting? 
There is plenty of scope .. to talk about process, to present this as part of 
a story about what we are doing. That way you are inviting attention 
then that may go into a report on process and risk.” 
4.2.2 INVESTORS 
It is also important to link the narrative to external pressure and questions.  One 
participant commented that they were “constantly getting those questions [from 
investors and rating agencies] and pressures.”  It is important that concern about rights is 
connected to the investing community, particularly the institutional investors, and access 
to capital. 
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4.2.3 GOVERNMENT INVESTORS 
Linking the discussion of human rights to institutional shareholders was also perceived to 
be  important. 
“This is certainly something we experience as business where our shareholders are the 
government. Whilst there is a degree of independence, the government does have the 
ability to introduce its own expectations or ideas.  Certainly that is something that we 
feel internally, that suddenly 
due to policy change or 
interest from the shareholder, 
the business responds or 
changes its thinking on a 
particular matter. Looking at 
other human rights matters 
such as diversity or social 
inclusion, I would argue the 
business joined the broader 
government shift to make 
these a matter of importance. 
That being said, there is still 
the ongoing challenge that 
we have around external 
relationships once you start.” 
The issue of government 
relationships with 
corporations is highlighted within the Guiding Principles as an issue of particular 
importance. The Guiding Principles highlight that when governments transact with or 
own a stake in corporations their human rights responsibilities are not diminished. 
 
LEADING PRACTICE EXAMPLE 
It is important that communication 
strategies are developed for 
implementation across the company. 
“the translation exercise is hard 
[we]drafted a human rights guide and 
implemented it through training 
programs and implemented it through 
training programs.  It was basically to try 
and define for people why human rights 
matters to us. What do we mean by 
human rights, we don’t always mean 
rape pillage and plunder, these are all of 
the things that we mean.  … I think we 
are slowly getting there. But we do need 
to translate for people what it means.  
Its about context, training and 
awareness raising and that is can be a 
slow process.”   
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4.2.4 CURRENT BIG ISSUES 
Strategically it can be helpful to link the narrative to current big issues that have 
undermined other organizations. 
“What’s our next Bangladesh? It’s that permission, it’s like sorted, you 
have got the funding you have got the resources to do it.” 
4.2.5 STAKEHOLDER ENGAGEMENT 
It was also suggested that there was some benefit to stressing the customer focus.  
“If you go in risk, I think yes risk is there but there has to be reward.  Risk 
is what you are not going to lose, but reward is like the good stuff that 
you can get.  We use customer to say look our customers are interested 
in this.” 
4.2.6 THE LONG TERM OPTIMIZATION OF 
PROFIT 
Some advised that managing human rights risk could be connected to the longer-term 
optimization of profit.  
“I would challenge the premise that the corporate mandate is to 
maximize shareholder wealth.  I think that is one thing where we have 
become quite passive in accepting that. …  There are companies that are 
saying that maximizing returns is not in the interest of maximizing 
overall shareholder value. You need to take a look at the pension funds 
that hold shares for a significantly longer time.  I wouldn’t assume that 
you should blindly go with maximizing short-term profits.  I remember a 
conversation with the chief executive at X who got very upset when 
(we) said, well of course your role is to maximize profit, “we do not 
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maximize profit, we are here to optimize profit, car salesmen maximize 
profit, we are here for the long time, ours is to manage responsibly over 
time.” 
4.2.7 CHAMPIONS & CATALYSTS 
It is also important to develop communication champions.  It is not only what is said but 
by whom.  It’s important to get management on board.  
“It’s how you get the policy and strategy structured and filtering down in 
an appropriate way. It takes champions… people who are going to be a 
catalyst.” 
4.2.8 CONCEPT TRANSLATION 
There also needs to be some translation into the objectives of the organization and 
existing familiar categories. One strategy is to translate rights into more familiar 
language and terminology.  
“Getting the human rights language into the discussion is quite tricky, 
because certain words have been used for a long time but not 
necessarily human rights types of words… There is an understanding and 
respect for human rights but it is not necessarily in that language. There 
is Diversity, Inclusion, Equality, but it is not necessarily framed as a 
human rights conversation.” 
“Human rights sounds very dramatic so talk about it in terms of what are 
we doing around labour conditions, what are we doing around 
corruption, that is the language that is appropriate for your organization 
then that makes it more tangible.“ 
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4.2.9. PROCESS TRANSLATION 
Over and above the need to translate concepts into strategies, there is also a need to 
translate into processes where possible.  
“When you can draw that link and understand that you are already doing 
a lot of those things outlined in the charter the transition across isn’t too 
hard because then you are not starting from scratch, that building has 
already been taking place for a while.” 
Provocation 
How human rights are discussed within organizations emerged as being of real 
significance.  Creating the permission to talk about human rights is important as is 
the practice of actually talking about human rights issues.  But how we talk about 
things within organizational contexts both shape our understanding of rights and 
limit our discussion.  Further thought is required whether and how the translation 
process limits the possibilities of the changes that rights as a concept can achieve. 
We need to ask, in what direction do the drivers of rights take us?  One participant 
commented that one of the big challenges she had encountered was opening up 
the rights conversation to include the companies’ stakeholders. There was a real 
tension around admitting local community voices into the organizational discussion 
about rights. 
The language outlined above reflects the institutional architecture of the 
organizations as they exist.  One of the challenges is for the communities and 
individuals impacted by corporate behavior to find the language to communicate 
within those contexts.  
As well as connecting rights to established corporate discourses, it is important to 
appreciate how the Guiding Principles seek to change the narrative of established 
discourses of corporate responsibility.  Some participants felt that there needed for 
a balance between making the connections within the organization and articulating 
the uniqueness of the challenges of the Guiding Principles, some of which we 
outlined in section 3.1 above.   
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The Guiding Principles represent a common language of moral expectations. It is 
important that this is not lost in translation. They represent a certain moral 
expectation that can be articulated within organizations to say no we can’t do that, 
or we have an obligation to do this that is not contingent on the impact on profits, 
customers or process. 
5. PUTTING THE GUIDING PRINCIPLES INTO 
PRACTICE: DUE DILIGENCE 
According to the Guiding Principles, corporate responsibility for human rights should be 
operationalized via a human rights due diligence framework.  We summarize the process, 
objective and implementation requirements outlined in the Guiding Principles in Table 5. 
Principle Objective Implementation 
Assess 
Identify human 
rights risk 
Assess actual and potential human rights 
impacts associated with its activities or linked 
to its business relationships. 
Identifying risks 
needs to be at the 
level of business 
activity rather than 
sphere of influence. 
Track and Integrate 
Prevent or 
mitigate those 
risks 
Human rights may be brought within the 
ambit of broader enterprise risk-management 
systems, provided that, “it goes beyond 
simply identifying and managing material 
risks to the company itself, to include risks to 
rights-holders.” 
The process of 
human rights due 
diligence will involve 
new “appropriate 
qualitative and 
quantitative 
indicators,” 
Communicate 
Provide an 
account of how 
the corporation 
address their 
impacts on 
human rights 
Corporation’s need to “provide a measure of 
transparency and accountability to 
individuals or groups who may be impacted 
and to other relevant stakeholders, including 
investors” (Ruggie 2011: 15).   
 
Due diligence procedures should be 
connected to external stakeholder 
engagement, commenting, “rights due 
diligence also serves as a monitoring device—
for use by both internal and external 
stakeholders—to make accountability more 
efficient.” 
Indicators need to 
be designed to 
verify whether and 
how adverse human 
rights impacts are 
being addressed.”   
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5.1 PERSPECTIVES ON HUMAN RIGHTS RISKS 
While different companies face different challenges depending on their business, 
participants at the forum identified three different types of risk in relation to human 
rights. 
 Supply Chain and Supplier Risk 
 Sensitive Sector Risk 
 Sovereign Risk 
5.1.1 SUPPLY CHAIN AND SUPPLIER RISK 
Supply chains were identified as an area of “big risk” for human rights.  
“The supply chain is where the big risks are.” 
Some companies identified the challenge of working with suppliers to manage those 
relationships and engage with suppliers to improve their behavior rather than walk away 
from them.  
“It’s not just about the point of engagement, it is also about how you 
manage that over the term of the engagement.” 
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GOVERNANCE LEADING PRACTICE EXAMPLE  
“One of our governance committees considers human rights. 
When the UN GP’s were being endorsed the board called on 
different groups to ask, how are you managing our human rights 
risks as a whole? 
There is one person at the board level with oversight for human 
rights. There are different groups within the company that 
measure things well, like those dealing with health, safety, 
environment and communities or procurement.  Other functions 
are not necessarily doing the same work. It is hard to go to the 
board and say the kinds of levels of how we are managing risk. We 
are getting there.  
We have an internal group that is basically all these different 
functions talking through systemic issues.   Just in recognition 
that you can’t take a siloed approach. We also use it to take our 
training out to the masses. 
The first objective was to revise our human rights approach. We 
looked at the company’s approach to human rights and we drew 
on the UN guiding principles to revise it. That was the first thing 
we did. Then we used the group to implement it. We prepared 
human rights training for the company. If we have specific human 
rights issues that are coming up we use the group to ask what 
should we be doing with this. To give us advice.  
“What was the impetus for people to participate?” Their own 
work in terms of reducing risk relates directly to human rights It 
was motivated by the board saying there is a concern that we are 
not doing this properly so you, in all your different roles, can help. 
The UN Guiding Principles being on the horizon was also a 
factor.”2   
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5.1.2 SENSITIVE SECTORS 
“We have developed sensitive sector policies. Extractive industries, 
energy, water, forestry…. These are industries which are complex or have 
track histories, so we consider their social and environmental impacts.  
We are now building into our sensitive sectors polices our specific 
approach to human rights.” 
“We almost want to work (not at the human rights level) with companies 
that can improve, as a real opportunity.  So they see us as partnering 
with them as they go from a mid tier company to a large cap company.” 
5.1.3 SOVEREIGN RISK 
“For some international companies there is a huge challenge around 
sovereign risk. Because there are many countries in which we work, so 
we go in and we say we are a company with national standards.  There is 
a country in which we worked where there was a major resettlement of 
indigenous people. The government just wanted to pick them up and 
resettle them in the way they had done for many years. We thought it 
was inappropriate.  (We) became the interlocutor and said well we can’t 
do that.  There are opportunities where the rights of communities can be 
upheld by the companies.  If we go back to that issue of sovereign risk it 
could be an enormous tension when signing contracts on the ground 
because you know the country is a perpetrator of human rights 
violations.  And you are an organization where you say well we don’t 
subscribe to that. It’s quite a challenge.” 
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THE VIEW FROM A PROFESSIONAL SERVICES FIRM  
 Client Awareness: Client awareness seems to be associated 
more with reputation risk. 
“Absolute sensitivity that Human rights needs to be 
dealt with for the protecting of brand.  It’s a brand 
reputation issue. “ 
 Emerging interest at the level of ERM: There is some awareness 
that human rights fits into Enterprise Risk Management. 
 Some board level engagement: There is some evidence at 
board level but it is sporadic and not systematic.  
 Board Composition – It is beginning to have an impact on skill 
sets required and board composition. There is a need for a 
healthy diversity with some representation of the social justice 
world.  This makes for a more healthy challenging discussion. 
 Limited evidence of engagement with the issues in relation to 
government tenders. With the exception of disability rights 
there is little evidence of engagement at government contracting 
level. This may be partly attributable to the way government 
portfolios are structured – in terms of ministerial accountability.  
 Industry Benchmarks – The best place to benchmark is through 
industry associations and industry groups. 
 Sector Specific Developments – The Guiding Principles are 
being overlaid onto sector developments.   
 The Balanced Score Card – There is a perceived need to get 
human rights on their score-cards. 
 Absolute Interest on the Investor Side. Interest is primarily 
amongst the institutional investors.  The problem is finding 
methodologies that allow investors to judge performance in 
relation to human rights. This is hard because there is no 
universally agreed framework for screening. 
 
31 | P a g e  
At the forum, individuals associated human rights risks with suppliers, sensitive sectors 
and sovereign states. There are a number of challenges here.  
 First, human rights need to be incorporated into a comprehensive risk 
framework based on the operations of the company.  
 Second, managing these human rights challenges requires new information, 
policy formulation and governance frameworks. 
 Third, engagement across functions and responsibilities is critical if you are 
going to avoid the risk.  
5.2 MANAGING HUMAN RIGHTS RISK 
Participants discussion of managing human rights risk was oriented around the following 
three themes.  
 Governance. 
 Accounting & Measurement  
 Audit 
 Rating Agencies 
5.2.1 GOVERNANCE – BOARD LEVEL 
The management of human rights risk is beginning to make its way into board level 
discussions.  
“The Chief Risk Officer is definitely behind this and it is coming from the 
board and audit committee. … The board, the audit committee, are 
saying I want to know before it happens.” 
Over and above entering the agenda of the board and audit committee, a number of 
organizations have set up either internal or external human rights advisory boards.  
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“A number of companies are beginning to have these.  It is an internal 
group. Some other companies have external advisory groups.” 
5.2.2 ACCOUNTING & MEASUREMENT 
However, while human rights risk is beginning to impact on governance processes in 
some circumstances, the management and accounting functions seem to be lagging 
behind in providing the kinds of information and reassurance that the board and audit 
committee require.  There seemed to be little connection with the accounting function. 
There is a sense that human rights within in accounting is under-resourced.  
“I think that question, is there a relationship between accounting and 
management systems? I would say no.  For us, we have a finance team 
of about 400 who manage the financials, then for social and 
environmental there is me. I go to the board and say are you happy with 
this and they say fine.  Can you imagine [one person] going to the CEO 
[with the financials] and saying are you happy with this… yes that’s fine.” 
Participants, however identified a role for the accounting function in developing a 
common set of metrics or standards that cut across the organization. 
“Would you put me under the same scrutiny and give me the same 
resources as financial? The question is I am versed in understanding the 
metric, there is no common denominator.  People in our finance teams 
are not. If I say, what is our social accountability score, they would be 
looking through saying we don’t have that anywhere in our standards.” 
There needs to be clearer integration across functions 
“Well you tell us (to the social responsibility people)… what should we 
be measuring.  What’s material? Well I don’t know what do you think is 
material? I have to define the terms then interpret them then come up 
with the metrics and standards for reporting and on and on.  And its like, 
are you sure you are ok with just we knowing this [process and 
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measurement] do you want anyone else to know it. There is a HUGE gap.  
The way I see it I need to tone down my language but they need to be 
coming to the mountain too?  It’s not me going knock knock did you 
want to know this.  You don’t want to know this? Really? Institutional 
investors kind of get this.” 
Processes for measuring, categorizing and recording human rights impacts are beginning 
to emerge.  However the sense is that these are relatively rudimentary and not 
embedded within organizations.  However, again there certainly seems to be a sense that 
these processes are emergent and being initiated by pockets of internal entrepreneurs.  
However, in some instances these processes remain detached from the standard 
accounting function.   
“We have suppler scorecards. You get a rating, you get a score, It’s out 
of a hundred, its really easy. So an element of that is around ethical 
sourcing.  But no one knows how to do the scoring, I’m doing all the 
scoring.  I will tell them.  There is a scoring system that is developed by 
our team. Lets not pretend it is that sophisticated, its basically approved, 
not approved, conditionally approved. There is a real drive for the 
suppler to improve. (so who monitors that?).  We have a supplier 
monitor team. Is there anything where you have zero tolerance?).  
Forced labor child labor, but if they are prepared to work on it we will 
work with them.” 
Other organizations are working to identify common standards that might apply.  
“We are doing a big piece of work on a sustainable supply chain 
strategy.  Working with procurement, precisely that, what are the sorts 
of standards that we require, how do we socialize that, how do we 
engage with suppliers to make sure that it goes further down the supply 
chain. There is a supplier code of conduct. In parallel we are having a 
consulting firm doing a risk assessment for us. To do a bit of analysis of 
our supply chain to see where the big-ticket risks are. It’s a long-term 
project.”  
34 | P a g e  
 
Measurement standards for human rights are beginning to emerge within some 
organizations.  However, this process seems to be detached form the accounting function 
at present. 
 
 
Objectives 2013-2017  
Excellence in key world issues 
La Trobe will be a university known for its excellence, creativity and innovation in relation 
to the big issues of our time, and for its enthusiasm in providing the leadership needed to 
make a difference. 
 
Game changing partners 
Our external partnerships will transform our capacity as a teaching and research 
university.  We will be distinctive for the quality and depth of the external partnerships 
that enrich our work, transform our capacity, advance our partners’ objectives, and open 
up opportunities to solve the fundamental challenges of the day. 
Sustainable and ethical 
We will continually enhance our intellectual, physical and financial resources so that 
future generations of scholars and students can continue the advancement of knowledge 
for the public good. 
Learning and Teaching 
 
 
 
GETTING STARTED  
1. Start! 
We have … a cross functional approach: compliance, our team, 
procurement, communities, health and safety. What are the types of 
things that we would look for in our supply chain? It’s a massive task 
with hundreds of suppliers, so how do you priorities?  Which 
countries of high risk do you look at? How d  you start to bring up 
some of these relationships when you may have been working with 
someone for a very long time? 
2. Have a Scale 
(Meaning different kinds of human rights, as opposed to the scale of 
the violation of a particular rights) 
Some people come to my desk and say, what is the worst? I find it 
useful to scale things.  People say to me, if you find something in my 
supply chain and it is this? There is a scale as far as I am concerned 
and as far as my organization is concerned. This is the worst and this 
is not as bad, there all not good but this is the worst.  We find that 
useful, because people can then focus.  
3. Don’t Forget Your Operations 
We have really concentrated on the term human rights in anything 
that we procure, that goes onto the public.  We buy things to use, we 
buy things to sell on to people.  It is the stuff that we buy to sell that 
actually as a business that people external to our business care more 
about. That’s what people tell us they care about... We are not at the 
stage of thinking about well what about the paper that we buy and 
use in the back room… so more of a product focus… [rather than] 
what about our own anti discrimination policies? 
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4. Align Your Reporting Requirements 
It can be quite intensive.  I deal with reporting to the chief risk officer 
and it is very intensive and it is a nightmare. We do it manually and it is 
intensive.  
 
Do people take note of what you are reporting? You put all this effort 
into gathering this data to inform people you are pulling it together but 
is anyone taking any notice.   
 
What really helped in last years reporting cycle was and it goes in to 
the integration of the accounting and management systems. We used 
to have a process where we had annual results come out, we had an 
annual report, then we had a sustainability report, a month after that. 
Then last year the chairman said [they] did not want to keep reviewing 
all those different lots of information. There was a lot of overlap.  This 
year we reported everything on the 8th of August. 6 weeks after the 
end of the financial year. In terms of getting the information and 
getting people to have an urgency around that stuff that people had to 
report on because we could actually say, this is the annual and 
sustainability reporting.  
 
5. Don’t Forget The Value in the Process 
I’m trying to move away form reporting as the outcome to these are 
the good reasons why we do it.  
 
What’s really frustrated me is the amount of time that you put into 
reporting, crafting the message taking time away.  I felt frustrated, 
about how inefficient and wasteful and to your point whose looking at 
this.  
 
If we are saying that reporting is the end result but if we are taking a 
bigger picture. In a way it doesn’t matter if anyone reads the report so I 
think there is a value form the bigger perspective. 
 
6. Be Consultative 
[It] has to be consultative and it had to be transparent. The higher level 
reports I spent a lot of time helping the reporting people … But that is 
absolutely critical for investors.   
 
You do that by talking to people, that has been excruciating as a 
communities person.  They were talking to their communities.  If you 
don’t engage people will fill that space with something, 
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5.2.3 AUDITING & STANDARDS - THIRD PARTY 
ASSESSMENT 
There was also some evidence that audit processes are beginning to emerge.  One 
participant commented, 
“We rely on third party assessment [to ensure that suppliers are giving 
accurate information].  Where we have high-risk categories, I physically 
go,  Its’ like an audit. We used to buy through an agent and we hoped 
 
[We] have a stakeholder engagement academy that was set up by our 
external affairs, this works in with the communities team. There are 
stakeholder mapping exercises that are either led by communities or 
are lead by the external affairs person within the community. There is 
that great recognition that you need to understand who is around you.  
Understand the local context.  
 
Need to look at specific issues that women might face, or children.  To 
actually understand whether if you are speaking to a particular 
stakeholder group whether that is representative.  
 
7. Talk to Your Raters 
We talked to that group and asked well what information are you 
looking for?  To talk about well what information are you looking for? 
So talking to investors and saying well tell us what you want to know 
and how you want the information portrayed.  
 
8. Include Human Rights As Operating Risk 
We changed from HSC to operation risk. I was like I will put that in 
there as operation risk and they are like what? And I say well it’s no 
different from operational risk.  
 
9. Be Specific 
We have very tangible specific things …,  be really specific this is your 
accountability for this piece of the jigsaw. 
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that the agent got it sorted.  We can’t do that anymore. Our 
stakeholders say no you should know.”  
Some companies are involving NGOs in the human rights audit process. 
“That’s where the NGOs do play an important role. They are the voice 
aren’t they? We use the NGOs as our conveyance. ...  In some countries 
we are using NGO’s to monitor.   
One thing I was surprised about was how many grass roots 
organizations on the ground.  With good funding... how many there are. I 
was blown away by how many organizations there are focusing on this 
issue in this industry in this town. 
… but I was going to say… and not always doing a good job.”  
However, some participants also reiterated the problem of standardized measurement in 
relation to human rights audit.  One member of the focus group commented for example, 
“The problem with that is how do you standardize that because 
everyone is different and how do you measure it?” 
Human rights is beginning to appear in the annual reports of some companies, however, 
in some instances a lack of understanding amongst auditors is impeding progress.  
“Because we do include human rights in our annual report.  Last year 
some comments came from an accounting firm that wanted to cut some 
of the human rights language because they were really concerned about 
what it said. But we said no it is actually a real thing the UN Guiding 
principles. This is a real aspect and it is material.” 
“If that accounting firm had had a bit more understanding of human 
rights in this area then they may not have asked those questions.” 
Some participants were beginning to explore the use of rating agencies in auditing the 
risks involved in relation to specific suppliers.  One participant commented, 
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“From a practical perspective …. How is the risk assessed?  Is there a risk 
assessment?  Is there a body that you can go through in order to 
establish the (human rights) risks involved in relation to the companies 
that will supply you?  [perhaps like a ratings body].”  
“From a purely practical perspective, if you have a team of buyers and 
they do their due diligence. If they get their risk rating done.  There are 
organizations, rating agencies, that report on human rights or 
sustainability practices.” 
As well as using rating agencies, it is also apparent that some companies were being 
rated for their human rights performance.  This acted as a stimulus for disclosure, 
“There was a report a few years ago that basically set out how 
companies [in a particular sector] were implementing the UNGP’s in 
publicly available information.  And there was this very powerful table 
that [showed us] amongst all these other companies.  Against [us] it had 
basically no evidence beside every aspect. That internally was used to 
say see, people think that we have no evidence what so ever. There was 
a lot of problems with that particular report.   But it did come from 
investors who say well you think you are doing well on all of this but you 
are actually. It can give you that internal push.” 
“We find that in response to these grading scales, we actually take quite 
a bit of notice of that. A report just came out that listed A companies, B 
companies, C companies. We got what we got and we were upset about 
it.  We are now being more proactive and meet with people that do that 
and say well hang on.  Yet we don’t have anything in the public domain 
[so there are things going on that are not public].  So we are being more 
proactive. So what’s the gap, who has got to do what. How do we 
facilitate it. We are talking more notice of those indexes and ratings.”  
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6. ACCESS TO REMEDY 
The Guiding Principles stipulate a requirement that both state and corporate governance 
systems incorporate provisions for access to remedy within their respective jurisdictions.   
According to the Guiding Principles, corporate, operational level grievance mechanisms 
should support the monitoring function of the human rights due diligence procedures. 
Table 6.1 outlines the types of remedy and processes outlined in the Guiding Principles. 
Table 6a 
Access to remedy 
“These mechanisms should provide for accountability and help enable the remediation of 
adverse human rights impacts.” 
Human Rights 
Violations 
Forms of Remedy Implementation Characteristics 
“injustice evoking 
an individual’s or a 
group’s sense of 
entitlement, which 
may be based on 
law, contract, 
explicit or implicit 
promises, 
customary 
practice, or 
general notions of 
fairness of 
aggrieved 
communities.” 
 apologies,  
 restitution,  
 rehabilitation,  
 financial or non-
financial 
compensation  
 punitive sanctions 
(whether criminal 
or administrative, 
such as fines),  
 the prevention of 
harm through, for 
example, 
injunctions or 
guarantees of non-
repetition 
 accessible directly to 
individuals and 
communities who may 
be adversely impacted 
by a business enterprise.  
 administered by 
enterprises, alone or in 
collaboration with 
others,  
 include relevant 
stakeholders. 
 incorporated into the 
stakeholder engagement 
procedures at the 
industry level 
 legitimate, 
 accessible, 
 predictable, 
 equitable,  
 transparent, 
 rights-
compatible 
 constantly 
improving. 
 
Participants were of the view that access to remedy was the least developed area of the 
principles with which they had engaged. 
  “to answer your question directly we don’t really have this covered.” 
Seven issues emerged in relation to the discussion of access to remedy.  We split these 
into two issues that relate to educating both internal and external stakeholders; one issue 
that relates to the role of human rights due diligence in avoiding access to remedy; one 
issue that relates to the internal organization of grievance mechanisms; one issue that 
40 | P a g e  
relates to the role of external organizations in delivering effective grievance mechanisms 
and finally two issues relating to reporting requirements. See Table 6b. 
Table 6b 
Education Avoidance Internal 
Organization 
External 
Organizations 
Reporting 
Educate local 
communities 
in their rights  
How do you 
develop your 
human rights 
due diligence 
to avoid 
access to 
remedy? 
Should you 
have 
centralized or 
autonomous 
grievance 
mechanisms? 
What role can 
multi-
stakeholder 
initiatives play in 
providing access 
to remedy? 
What role 
should 
national 
commissions 
play in 
recording and 
remedying 
human rights 
violations? 
Educate 
internally – 
this is not 
about 
customer 
satisfaction 
   What is the 
Role of the 
GRI in 
Grievance 
Reporting 
6.1. THE IMPORTANCE OF EDUCATING 
INDIVIDUAL RIGHTS SO THEY CAN PURSUE 
GRIEVANCES 
Some participants felt that it would be initially important to educate individuals about the 
rights they can pursue.  
“We also have a whistle blowing site.  There is an ability for the triage 
person that handles these complaints to classify something as a human 
rights complaint within the system. I think it has been used twice in 10 
years. If you have these mechanisms for and you are integrating human 
rights in there but nobody understands what the phrase means and they 
try to classify something as a complaint. You need to think about some 
of these things.” 
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6.2 ACCESS TO REMEDY ISN’T ABOUT 
CUSTOMER SATISFACTION 
There was also an inference that individuals internal to the company needed to be 
educated in the function of non-judicial access to remedy. One participant felt that this 
requirement could too easily be interpreted in terms of existing grievance mechanisms 
for customers.  They commented,  
“Responsiveness and customer satisfaction are one thing but I think that 
human rights is different again.  If the issue is they dug up my nature 
strip or they dug up my village then the response is very different in 
terms of scale.” 
6.3 AVOID ACCESS TO REMEDY BY 
IDENTIFYING EARLY 
Some participants felt that it was important to highlight the relationship between human 
rights due diligence and access to remedy.  Specifically it was felt that human rights due 
diligence could be used to identify the possibility of disputes before they turn into 
grievances.  One participant commented, 
 
LEADING PRACTICE EXAMPLE  
“We have, within our communities standard an expectation that 
all sites will have what we call a complaints disputes and grievance 
mechanism.  The reason why we include complaints and disputes 
is because we want to avoid getting to a grievance. Cut it off.  If 
there is a dispute, lets deal with it when it is a complaint. Lets 
mediate and work it out.” 
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“X has within its communities standard an expectation that all sites will 
have what we call a complaints disputes and grievance mechanism.  The 
reason why we include on complaints and disputes is because we want 
to avoid getting to a grievance cut it off.  If there is a dispute, lets deal 
with it when it is a complaint. Lets mediate and work it out.” 
6.4. CENTRALIZED OR AUTONOMOUS 
GRIEVANCE MECHANISMS 
There was some discussion of the relative merits of autonomous as opposed to 
centralized grievance mechanisms. One participant commented, 
“The sites have quite a bit of flexibility in relation to how they set up 
those mechanisms, some of them are very formal, there are lots of 
different ways of hearing complaints, so it something that the sites are 
given freedom to do. Some big companies have set up one mechanism 
for a lot of sites to use.”  
6.5 THE NEED FOR MULTI-STAKEHOLDER 
INITIATIVES. 
Some participants mentioned the role of multi-stakeholder initiatives in delivering 
effective access to remedy, commenting, 
“But in some factories we maybe only take .5 of their output, if everyone 
took that approach there would be billboards everywhere.” 
“You bring up an interesting point about collaboration with other 
[companies]. This is key because you know it is competitive. We 
compete in the same market, we are trying to find the balance of multi-
stakeholder initiatives, which one could we be a part of. Who would 
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want to collaborate with us? We are finding more and more in country 
NGO’s  (not the big international ones), say having a hotline or a call 
center for example in China and this is what they do in the eastern 
seaboard area, they have a hotline and if I told them all the factories I 
have in China then they would co-ordinate that.   They would take all the 
calls from my factories.  I’m finding that if organizations don’t do that 
themselves then there are others that you can partner with.” 
6.6 THE AUSTRALIAN HUMAN RIGHTS 
COMMISSION - REPORTING 
Some participants mentioned the role of the Australian Human Rights Commission in 
collating human rights complaints. One participant pointed out, 
“The Australian human rights commission have a web site where 
organizations that have been taken to task are listed. Where they have 
breached human rights.” 
“We report annually to the human rights commission we get a 
breakdown from the (industry) ombudsman every year about 
complaints that have been marked as a human rights complaint and we 
do report that every year. This is how many were human rights 
complaints, this is how many were resolved, this is how many that 
remain. This is part of our license condition.” 
6.7 GRI REPORTING ON GRIEVANCES – 
PROCESS REPORTING   
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Finally, some participants discussed the role of the GRI in reporting both types and 
numbers of grievances.  
“The new GRI has some expectations not only on the number of 
grievances but also the types of grievances.  Some of our sites have 
good transparency … but we have rarely put into the annual report or 
sustainability report. It is something that we talk about internally. What 
we would talk about are the processes. So we have these processes and 
we try to be transparent around the process. But I think there is 
increasing pressure to say yes we have had this many complaints about 
human rights. But going back to the point before, how do you do that if 
no one really understands what a human rights complaint is?  So it is a 
difficult kind of exercise to go through. From the guiding principles… 
transparency is one of the principles surrounding an effective grievance 
mechanism. It’s a tricky exercise. “ 
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7. RECOMMENDATIONS – HOW COULD THE 
GUIDING PRINCIPLES BE MORE EFFECTIVELY 
IMPLEMENTED? 
Table 7a 
E
du
ca
tio
n 
Dialogue &  
Engagement 
Organization Accounting 
Multi Stakeholder 
Dialogue 
Organizational 
Learning 
Organizational 
Resourcing 
Development of New 
Standards 
Industry Specific 
Dialogue 
Implications for 
Existing Accounting 
reporting – 
materiality. 
Cross Industry 
Collaboration 
Brining the 
Government into 
the discussion 
 
Table 7a summarizes the discussion of how the Guiding Principles could be more 
effectively implemented.  Overall there was a perceived need for education and capacity 
building.   It was felt that there was a need to facilitate learning through dialogue and 
engagement at the multi-stakeholder, industry specific and cross-disciplinary levels.   
Participants also felt that it was important to include government within those 
discussions.  Proper organizational resourcing was also identified as an issue. Finally, it 
was also suggested that the accounting function had a role to play in the development of 
new standards.  An educational dimension was also identified here. It was felt important 
to educate accountants in the implications of the Guiding Principles for current 
accounting practice.  
7.1 EDUCATION 
There was a perceived need to build capacity generally and specifically in relation to 
directors and auditors. Over and above the basic requirement for greater incorporation 
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into the curricula of the professional accounting bodies, the need was identified for more 
opportunities for informal peer-to-peer learning. One participant commented, 
“If I could have one thing that I could change … our external and internal 
audit partners, if they asked the people they deal with, like our CFO and 
general council, if they said right we have done the financials now we 
just need to look at your [human rights], if they just asked that, that’s all 
we need.  We have done that with our external auditors we have said… 
ask this question. That conversation has to happen.” 
“If that accounting firm had had a bit more understanding of human 
rights in this area then they may not have asked those questions [about 
why human rights are material].  There is a need for more education.  As 
companies start to include more of this information in the accounting 
reports then there are firms that present themselves as specialists in this 
area.”  
“Education is important. Education for our directors and managers 
around what it actually means and ensuring that any workshops or 
training is actually developed in a language that is relevantly. …build [it] 
into the professional exams.” 
7.2 MULTI-STAKEHOLDER DIALOGUE  
There was a perceived need for greater participation in multi-stakeholder dialogue.  
Participants commented, 
 “we are trying to find the balance of multi-stakeholder initiatives, which 
one could we be a part of.” 
“Multi-stakeholder dialogue where people can have a bit of a reality 
check and understand where each other is coming from.” 
“multi-stakeholder dialogue is really important.  Sometimes companies 
are scared of NGO’s. And NGO or the advocates in the community...  
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That multi-stakeholder engagement is really important to understand 
what’s realistic.  I don’t think there is any company in the world that 
would say we don’t agree with human rights and we don’t think they 
should be upheld but how do we practically do that, and how do we 
balance the realities stakeholders require of us and continue to grow, 
without trampling on this. But people don’t know how to approach it. 
There needs to be realism” 
7.3 INDUSTRY SPECIFIC DIALOGUE 
Others also stressed the need for industry specific dialogue where participants could 
explore the relevance of the Guiding Principles for their specific sector. Participants 
commented,  
“The industry specific thing is important, I’ve made a note to myself to 
write something on what human rights means to the X sector.” 
“Some sectors don’t think that the issues applies to them. How do I 
translate that? This is how I am going to package it in my sector and talk 
to people and say well how did you talk about this? How did you talk 
about that? I think that’s a good thing.” 
7.4 BRING THE GOVERNMENT INTO THE 
DISCUSSION  
Some participants felt that it was important to bring the government into these 
conversations.    
“There is often a fear that if government sits down in a conversation like 
this then corporations fear that they are about to legislate.  Whereas 
quite often we have looked to the government for support, so it is better 
for the government to be part of these conversations, than to shy away.” 
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7.5 PROPER ORGANIZATIONAL RESOURCING  
Over and above the need for greater organizational learning and capacity building, there 
was a clear inference that incorporating the Guiding Principles into organizational 
practices needed to be properly resourced. As one participant commented,  
“Its pretty much me.” 
7.6 THE DEVELOPMENT OF COMMON 
STANDARDS 
Some participants recognized a role for accounting in the implementation of the Guiding 
Principles. Participants specifically mentioned the role of the profession in developing 
new standards. 
“There is no clear compliance state with human rights… something 
people struggle with is not being able to say if it is a 4 or a 5 or a 1 or a 
0. I can imagine your accounting firms saying well we have all this stuff 
but you are not saying a 3 and we have got this program in place to be a 
4 because that is the absolute best we can be.  So there is not that 
standard.“ 
7.7 IMPLICATIONS FOR EXISTING REPORTING 
 Finally, participants felt that it would be helpful for the accounting function to appreciate 
the material aspects of human rights risks. One participant commented, 
“We do include human rights in our annual report.  Last year we received 
some comments came from an accounting firm that wanted to cut some 
of the human rights language because they were really concerned about 
what it said. But we said no it is actually a real thing, the UN Guiding 
principles. This is a real aspect and it is material.” 
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SOME FURTHER RESOURCES & READING 
 
 The Business & Human Rights Resource Center - http://www.business-
humanrights.org 
 The UK national action plan - https://www.gov.uk/government/news/uk-first-
to-launch-action-plan-on-business-and-human-rights 
 European Union Oil and Gas Sector Guide on Implementing the UN Guiding 
Principles on Business & Human Rights - 
http://ec.europa.eu/enterprise/policies/sustainable-business/files/csr-sme/csr-
oag-hr-business_en.pdf 
 European Union Employment and Recruitment Agencies Sector Guide on 
Implementing the UN Guiding Principles on Business & Human Rights  
http://ec.europa.eu/enterprise/policies/sustainable-business/files/csr-sme/csr-
ict-hr-business_en.pdf 
 European Union Guide to Human Rights for SME’s  - 
http://ec.europa.eu/enterprise/policies/sustainable-business/files/csr-
sme/human-rights-sme-guide-final_en.pdf 
 Shift Workshop Report, Embedding Human Rights Within a Companies 
Operations - http://www.shiftproject.org/publication/embedding-respect-
human-rights-shift-workshop-report-no-1 
 ACCA, Net balance Report on disclosures on managing human rights risk in 
Australia : 
http://www.caer.org.au/publications/disclosures_on_managing_hr_risks.pdf 
 Human Rights Translated: A Business Reference Guide -  http://human-
rights.unglobalcompact.org/doc/human_rights_translated.pdf 
 
  
50 | P a g e  
REFERENCES 
Kemp, D. & N. Gotzmann, (2008), Community grievance mechanisms and Australian 
mining companies offshore:  An industry discussion paper, Centre for Social 
Responsibility in Mining Sustainable Minerals Institute The University of Queensland, 
Australia. 
ACCA, Net Balance report (2011) Disclosures on Managing Human rights Risks: A joint 
report from ACCA and the Net Balance Foundation with CAER (Lincoln's Inn Fields: 
London) 
Backer L., C. (2011) “From Institutional misalignment to Socially sustainable Governance:  
The Guiding Principles for the Implementation of the United Nation’s ‘Protect, Respect 
and Remedy’ and the Construction of Inter-Systemic Global Governance.” Pacific 
McGregor Global Business & Development Law Journal  
Barry D., & M., Elmes “Strategy Retold: Toward a Narrative View of Strategic Discourse.” 
Academy of Management Review April 1, 1997 22:2 429-452. 
BLIHR (2004) Business Leaders Initiative on Human Rights, Report 2, page 11, Dec. 2004. 
KPMG (2004) Banking on Human Rights: Confronting human rights in the financial sector 
F&C Asset Management plc and KPMG LLP UK. 
ITUC (2012) The United Nations “Protect, Respect, Remedy” Framework for Business and 
Human Rights and the United Nations Guiding Principles for Business and Human Rights: A 
Guide for Trade Unionists. 
Rhodes, C. & , A. D. Brown (2005), Narrative, organizations and research. International 
Journal of Management Reviews, 7: 167–188. 
 
